Abstract-
Self-Determination Theory (Deci & Ryan, 1985 opens the way to investigate the basic psychological need satisfaction and frustration of employees and its effect of work engagement. The SDT is a broad theory of motivation which is composed of intrinsic and intrinsic motivation. Motivation is no longer treated as a unitary concept, but it has been classified into intrinsic and extrinsic. Intrinsic motivation is part of basic psychological need which is composed of autonomy, relatedness and competence need s. These needs are innate in nature, but it needs supportive social environment for the needs to grow. Human beings are born with the three needs, but those needs can be frustrated where workplace environment is not supportive to the realization of autonomy, relatedness and competence need. The fulfillment of basic psychological needs and the frustration can become problem for the organizational objectives and performance. However, there have been few studies pointed out to the effect of basic psychological need satisfaction and frustration to the work engagement of employees (Abun & Magallanes, 2018 , Suzuki & Nashimura, 2016 . Many studies have been done in investigating motivation and its effect of job performance, but those studies are related to external motivation, not intrinsic motivation. In line with the concept and concern, the current study is dealing closely with the investigation of intrinsic motivation in line with the satisfaction of basic psychological needs and the frustration of the three needs and how they affect the work engagement of employees. Significance of the Study The study is important to the management for policy decision making in terms of looking into important factors to be considered in motivating employees. Many policies related to salaries and benefits that are provided for employees are originated in the concept of extrinsic motivation and neglect the intrinsic element of motivation. By knowing intrinsic motivation as important factors in motivating employees, the management can look into providing workplace policies that are supportive to the growth of basic psychological needs and consequently for the improvement of organizational performance.
Theoretical Framework
McClelland's theory, the needs are not structured, and an employee can fulfill these needs at the same time. Employee can seek higher needs at the same time with lower needs. According to this theory, employees who are driven by the need for achievement prefer work in which the results are based on their effort rather than on anything else and avoid both high-risk and low-risk situations. They also recognize the importance of working relationship in attaining their goals and therefore these employees often spend time creating and maintaining social relationships, enjoy being a part of groups, and have a desire to feel loved and accepted. There are also some employees who are driven by the need for power. These employees like to be in charge, to control, to supervise others. Employees in this category enjoy work and place a high value on discipline. The business has recognized the important contribution of motivation toward the attainment of organizational goals or objectives. Many have recognized that goals cannot be achieved through controlling management style and they cannot be achieved through possessing qualifications and abilities, but they are achieved through motivated employees. Though employees have the qualifications and abilities but if they do not have proper motivations, goals cannot be achieved. For bringing out the best in people, one has to be motivated to work (MSG, n.d). Nasibov (2015) argues that high productivity is a product of employees' motivation. Employee motivation is viewed as a valuable asset which contributes high value to the attainment of organizational goals. Broni (2012) also argued along the same line of findings that lack of motivation is the biggest contribution to the decrease in the performance of employees. Therefore, he recommended that the management should develop some programs that will improve the motivation of employees. Also, as a result of a study, the same recommendations are also forwarded by Singh (2011), Mensah and Tawiah (2013) that management needs to identify different factors within the organization that enhance motivation of employees such as benefits and salaries and other factors that maintain the level of motivation of employees.
Self-Determination Theory of Motivation
Theories presented above tend to discuss motivation as a unitary concept. However, other theorists have discussed motivation not as a unitary concept. There has been effort to go away from treating motivation as a single concept into classifying motivation as intrinsic and extrins ic motivation such as White (1959) and Harter (1978) as cited by Schunk (2014) and many more. White (1959) defined intrinsic motivation as the desire of an individual to participate in the activity just for the joy of learning, while extrinsic motivation is joining the activity because of external rewards such as praise. Harter (1978) holds most of White's idea about motivation but she argued that the effects resulting from failure is an important contribution to motivation. Other efforts in classifying motivation into different categories are Deci ( , 1975 , Deci and Ryan (1985) . Ryan and Deci (1985, 2000) classified motivation as an extrinsic and intrinsic motivation. According to Ryan (1985, 2000) , an individual's behavior may be motivated by external demands or forces or it may be coming from within the individual himself. The previous studies of Deci and Ryan (, 1971 , 1975 , 1985 resulted to the formulation of the Self-Determination Theory. It is a macro theory or broader theory of human motivation and personality that concerns people's inherent growth tendencies and innate psychological needs. The arena of Self-Determination Theory is the investigation of people's inherent growth tendencies and innate psychological needs which are the basis for their self-motivation and personality integration. Under Self-Determination theory, , identified three basic psychological needs and these are autonomy (deCharms, 1968), relatedness (Baumeister, & Leary, 1995) and competence (Harter, 1978) . These three needs are innate needs or intrinsic motivational needs and considered important in promoting optimal functioning of natural tendencies for growth and integration. argued that social and cultural factors facilitate or undermine people's sense of volition and initiative which affect well-being and quality of life. Concerning the context in which the intrinsic needs are cultivated, Cognitive Evaluation Theory (CET) addresses the effect of social contexts on intrinsic motivation or how external control impact intrinsic motivation and interest. Related to the optimal functioning and well-being, Basic Psychological Need Theory (BPNT) argues that psychological well-being and optimal functioning is predicated on autonomy, competence and relatedness. These three needs are essential and therefore the supportive environment for the growth of these needs are necessary because if one of these needs are thwarted, not supported, there will be distinct functional cost. Autonomy is a psychological need and a motivation. Webster defines autonomy as "the quality or state of being self-governing; especially: the right of selfgovernment" or," self-directing freedom and especially moral independence". Based on this definition, it is pretty clear that autonomy is considered as a psychological need that everyone needs to actualize. Legault (2016) argued that autonomy is a critical psychological need. It denotes the experience of volition and self-direction in thoughts, feeling and actions. It is the freedom to control one's life and self. The locus of control is the person himself/herself that he/she controls the outcome of his/her situation. It is the ability to make choices according to one's own free will (Lickerman, 2012) . It allows individual to have individual freedom and to be creative as they can to get what they want to achieve. Collier (n.d) argued that autonomy is the foundation of functionality, intentionality and meaning. It is a selforganizing process. Piaget argues that autonomy is an innerdirected behavior as a result from free decision. It is an intrinsic motivation and therefore rules are self-chosen. One chooses which rules to follow and therefore one determines his/her own behavior. Piaget's idea on autonomy was a result of studying cognitive development of children and concluded that the children moral maturation process occurs in two phases which is heteronomous and autonomous reasoning. Heteronomous reasoning explains that children believe that rules are objective and unchanging. Rules must be followed literally without discussion because the authority is ordering it. Autonomous reasoning, however, is contrary to heteronomous reasoning. At the autonomous reasoning, children are no longer seeing the rules as objective and unchanging and follow them literally, but they see rules as the product of agreement and therefore modifiable. Rules can be revised, and it is subject to interpretation. The base of the rules is its own acceptance and its meaning must be explained (Sugarman, 1990 ). Cooper (2016) claimed that the key to happiness at work is not money but autonomy. It is having a job where the employees can make decisions on their own. Employees have the choices to choose what they want to do based on their own volition and that they are the source of their own actions. They drive toward feeling self-directed and selfdetermined in their life. There is a sense of personal endorsement of their goals and actions. He further argued that the more autonomous the employees are at work, the more satisfied they are at their work and less likely to transfer to find another job. This autonomy reflects a personal trait and motivation because an individual has a sense of volition and self-concordance in his life and at the same time have sense of volition and concordance in his work because of autonomy support. The workplace that supports autonomy may help employees progress in his work. The experience of autonomy in the workplace motivates the person to work harder and to stay loyal to the company (Legault, 2016) . In short, autonomy is a natural inclination that is built in a person and a source of motivation (Deci & Ryan, 1995) . In the first place, all humans are born with such trait by which they exercise their volition and direct themselves without external force. Secondly, autonomy is a source of motivation. When a person is not given a chance to grow autonomously, the person may not be satisfied. Therefore, autonomy as a personal trait must be nurtured by providing an environment where autonomy can grow. When the workplace is supporting autonomy, employees may result to higher job satisfaction (Dickinson, 1995 , pp. 165-174, Legault, 2016 ). Autonomy may not be a direct motivation why people work but the absence of the environment that support the growth of autonomy may affect the motivation of people to work. Rel atednes s as a Ps ychol og i cal need and moti vati on. Webster dictionary defines relatedness as "having close harmonic connection". The same definition is given by the Free Dictionary that relatedness is a "close harmonic connection". Oxford Learner's Dictionary defines relatedness as "the fact of being connected with something/somebody in some way". "It is a sense of relatedness and interdependence of life". However, in Psychology Dictionary, relatedness is defined as "a reciprocity of factors like trust and empathy between two or more persons in a relationship". All these definitions refer to social relatedness which means interpersonal intimacy, empathy and shared subjectivity. Relatedness as a need was already identified by Alderfer (1969) . In an attempt to simplify Maslow's hierarchy of needs, Alderfer identifies three kinds of needs and they are existence, relatedness and growth. These three needs are already within the scope of Maslow's hierarchy theory of needs, however, Alderfer argued that needs are not in any order and any desire to fulfill a need can be activated at any point in time (Furnham, 1994) . It does not need to follow the order, but one can pursue any needs at the same time. Existence relates to person's physiological and safety needs such as foods, clothing, shelter, and security and without these basic needs people cannot survive. These are the first two steps of the pyramid which people now use to represent Maslow's theory (Quigley, 2015) . Relatedness refers to person's interpersonal needs within his personal as well as professional settings. The needs are equal to the social and external esteem needs such as relationships or involvement with friends, family, and co-workers which is part of the third and fourth rank of Maslow's hierarchy of needs. Growth is a person's needs of personal development. This need represents the internal esteem and self-actualization needs of Maslow. ERG theory of needs is simplification of five needs of Maslow such as physiological, safety, belongingness, recognition/esteem and self-actualization. Relatedness is an inner need of each human being to care about and be cared about by others. It is natural and psychological need to be connected without ulterior motives. It has something to do with the development and maintenance of close personal relationship such as friends, partners, or groups. Such need is not only belonged to one person, but it is universal, that all people want to interact, be connected to, and experience caring for others and to be cared by others. Alderfer (1969) argued that it is a social and external esteem. It is a need to be involved with family, friends, co-workers and employers.
Under the Selfdetermination theory, relatedness is classified as one of the cores of the innate psychological needs of a person to be satisfied (Deci& . It is argued that each human being has an innate need to connect to other people. Each has a need to love and to care other persons and need to be loved and to be cared for. The need for relatedness motivates people to engage in mutually enjoyable activities from which we derive both pleasure and a sense of connectedness and shared experience. Through common activities a person experience support from peers, experience a cooperation, and receives mutual rewards (Rigby &Ryan, 2011 ). In the common activities a person fulfills his/her need to be listened to and get others' attention. The need to be connected to is fulfilled. However, the common activities must provide an environment in which the relatedness need is realized. Relationship Motivation Theory (RMT), a sub theory of SDT argues that some amount of interactions is not only desirable for most people, but it is essential for the well-being because it satisfies the relatedness need of a human being.
Competence Need is a Psychological need and motivation
Competence is one of the three basic psychological need that is innate in each human being. It is a natural desire of all human beings that needs to be satisfied. It is argued that people have a need to build their competence and develop a mastery over as certain task that are important to them (Sagor, 2003) . Legault (2017) argues that the desire to satisfy the need for competence motivate people to persist, maintain efforts and self-determination to continue to improve one's skills and abilities. It can be shown in the behavior of people who never surrender to external criticism. Studies have also found that satisfying autonomy and competence need will improve the level of engagement, intrinsic motivation, low proneness to negative effect, and achievement ((Jang, et al, 2009 Competence is the innate propensity to develop skill and ability, and to experience the effect or the output of certain action (Legault, 2017) . The ability to meet the optimal challenge is fulfilling or satisfying. It is further deeply satisfying experiences and is essential for psychological growth and well-being. This need does not grow by itself. Developing such need depends on the social and cultural environment which support competence need. Criticism coming from the management and peers can hamper the satisfaction of competence need. in his study found that giving people unexpected positive feedback on a task increases people's intrinsic motivation to do it, the feeling of competence is satisfied. In fact, giving positive feedback on a task served only to increase people's intrinsic motivation and decreased extrinsic motivation for the task. While giving negative feedback will hamper the fulfillment of the intrinsic motivation and hinder the realization of competence need. Vallerand and Reid (1984) found negative feedback has the opposite effect. It decreases intrinsic motivation by discouraging people to develop their competence need.
Psychological need Frustration
Within Basic Psychological Needs Theory, a sub theory of Self-determination Theory (SDT) (Deci and Ryan 2000; , that there are three kinds of innate psychological need and they are autonomy, relatedness and competence. It is argued that the satisfaction of these psychological needs is essential for human optimal functioning and well-being . In contrast, when these needs get frustrated, can result to demotivation (Ryan et al. Vansteenkiste and Ryan, 2013) . It is believed that all humans are equipped with the innate psychological tendency. The satisfaction of the three needs are essential for the integration process of extrinsic motivation and promotes well-being. When these needs are not supported, they would hamper the growth of an individual, elicit deficiencies and ill-being. The need for autonomy is a need to control one's own life and self. It is a need that one wants to control the outcome of a situation. It is the experience of self-determination, full willingness, and volition when carrying out an activity. This need is frustrated when one has no hold on his decision, direction and the outcome of a situation because of external pressures ((deCharms1968, Deci and Ryan 1985) . While relatedness is the inner desire to interact, be connected to, and experience caring for others and to be cared by others (Ryan, 1995) . When this need is not fulfilled or frustrated, the individual experiences isolation and loneliness.
Competence need involves feeling of mastery, skillful, effective and capable to achieve desired outcomes ( (Deci 1975 , Ryan, 1995 . The frustration of the need means that one can feel incompetent, and doubtful of his/her selfefficacy.
Work Engagement
Work engagement is about understanding one's role in an organization and about one's excitement to take up the job to pursue organizational objectives. Those who are engaged in their work feel that they are part of the team to carry out the work and willing to take all efforts they can to accomplish their tasks. May, et.al (2004) argued that employee who are engaged employing and expressing themselves physically, cognitively, emotionally and mentally during role performances. They claim that there are three aspects of work motivation and these are cognitive, emotional and physical engagement. In this case, work engagement is considered as a "positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption" (Schaufeli, et.al, 2002) . It is not only about physical connection to the work, but it is also emotional connection, as pointed out by Bakker (2011) that work engagement is also about psychological connection with the work. He argued that competition is the game of the business today and the only way to win this game is not only to recruit talents but inspire employees to apply their talents fully to their work. According to Bakker (2011) engaged employees have positive attitude toward their work and are happy to hear feedbacks and even create their own feedbacks. They do not see work as burdens but a challenge to their capabilities. Making employees engaged is not the same as making employees happy because often time employees are happy at work, but it does not mean they are engaging in their work. It is also argued that engaged employees is not the same as satisfied employees because the satisfied employee might show up for work, do the job regularly but he/she does not go extra miles on her own to carry out the job beyond what is required in the job description (Kruse, 2012) .It is not the same as workaholism (Schaufeli, 2011) . Thus, engagement is about emotional connection or psychological connection of the person toward his/her work. She/he works not for money but works on behalf of the organization's goals or objectives. These are the people who approach their work with energy, dedication and focus and are willing to go beyond what is written in their job description. However, it is also pointed out that work engagement is an intrinsic motivation, but it must be supported by positive social environment where employees feel the social support from peers and management, receive positive feedback, enjoy the autonomy and receive personal growth support (Bakker, 2011) .
Related Studies
After checking related studies that support the current topic, the researcher found several related studies on the topic particularly on the relationship between basic psychological need satisfaction, frustration and work engagement. Common findings of those studies support the assumption of the study that satisfaction of the basic psychological needs is essential, not only to work engagement but also to well-being and optimal functioning of an individual. Related to psychological need satisfaction and work engagement and work intention, Schuck and Zigarmi (2015) found the significant relations between psychological need satisfaction and engagement. It was also found that there was a significant relationship between basic psychological need satisfaction and work intention. Similar study was done by Broeck, Marteen, De Wette and Lens (2008). They tried to explain the role of basic psychological need satisfaction toward job burnout and work engagement. Findings indicate of their study that there is a relationship between satisfaction of basic psychological need and job burnout and work engagement. Related finding was also forwarded by Gagne (2003) . Gagne tried to investigate social environment that support autonomy and how it affects engagement in pro social behavior. The study confirms that the findings of other studies that autonomy support and autonomy orientation was significantly related to engagement in pro social behavior. This is likewise presented by the study of Arshadi (2010) in which found that satisfaction of basic psychological needs predicts motivation and job performance. These studies have concluded that satisfying basic psychological need such as autonomy, relatedness and competent are important in improving work engagement and even to the goal orientation (Sari, 2015) . Given those findings, Abun and Magallanes pursued similar study to find out the effect of the fulfillment of basic psychological need such as autonomy, competence and relatedness and its effect on work engagement in the Philippine context. The finding of the study is quite different from the result of other studies that not all three basic psychological need satisfaction related to work engagement. It was found that autonomy and competence was not significantly related to work engagement, but relatedness do have a significant relationship with work engagement. This finding seems to be supported by other study of Xiang, Agbuga, Liu and McBride (2017) on the relationship between relatedness need satisfaction, intrinsic motivation and engagement. The study supports the finding of Abun and Magallanes (2018) that relatedness need satisfaction made a significant contribution to students' engagement for both, boys and girls. In the same regard, Perry, et.al (2012) conducted a study on teachers' relatedness need with the students and colleagues and how it affects their teaching engagement. Their study found that relatedness need satisfaction predicts teaching engagement and emotional exhaustion as also pointed out by Molinari and Maneli (2018) , who studied on basic psychological needs of students and engagement in Secondary Schools in Italy. The study confirms that satisfaction of psychological needs enhances students' engagement. In terms of the relationship of basic psychological need satisfaction and job satisfaction, studies have found that basic psychological need satisfaction affect job satisfaction. For example, Busch and Hofer (2011) conducted a study on satisfying one's need for competence, and relatedness and job satisfaction. The study concluded that the satisfaction of the needs for competence and relatedness is linked to higher level of job and relationship satisfaction among individuals with strong implicit motives. The same interest of study was also done by Sheldon and Filak (2008) on autonomy, competence and relatedness support. The study presented similar output that satisfaction of the competence, relatedness and autonomy needs predict the outcome and job satisfaction. Their other finding also indicated that thwarting those psychological needs can affect outcome. The satisfaction of basic psychological needs is not only affecting work engagement and job satisfaction, even they affect also well-being of the individuals. Related to this concern, Molix and Nichols (2013) conducted a study on the satisfaction of basic psychological need and community esteem and well-being. The study concluded that there is a robust association between community esteem and both hedonic and eudaimonic measures of well-being. In this regard, Suzuki and Nashimura (2016) went into a study on basic psychological need satisfaction and frustration and well-being in Japan. The study concluded that satisfaction of each of the three needs contributed to the prediction of subjective well-being such as life satisfaction and vitality, whereas frustration of each need uniquely contributed to the prediction of ill-being such as depressed affect. The above studies have pointed out the effect of basic psychological need satisfaction and job engagement, but those studies have not given serious attention to the frustration of basic psychological need and its effect on the job engagement. The current study tries to see the two variables and how they affect the job satisfaction. 
Conceptual Framework Independent Variables Dependent Variables

Fig.1: The conceptual framework reflects the theory of the study, that basic psychological satisfaction and frustration affects the work engagement of employees of Divine Word Colleges in Ilocos Sur and Ilocos Norte.
Statement of the Problems
The study would like to determine the relationship between basic psychological need satisfaction and frustration and how it affects the work engagement of employees, specifically it seeks to answer the following questions: To carry out the study, an appropriate research methodology is utilized. Therefore, this part will discuss research design, data gathering instruments, population, locale of the study, data gathering procedures and statistical treatment of data.
Research Design
Since the study is a quantitative research, thus, the study used descriptive correlational research designand aided by inquiry to determine the level of basic psychological need satisfaction and frustration and its effect on work engagement of employees. The nature descriptive is to describe what is found in the data collected through questionnaires and statistical treatment. It is also used to describe profiles, frequency distribution, describe characteristics of people, situation, phenomena or relationship variables. In short, it describes "what is" about the data (Ariola, 2006) .
In line with the current study, descriptive correlational method was deployed. The study determines the level of basic psychological need satisfaction and frustration and how it affects their work engagement. This was to determine what the dominant basic psychological need satisfaction and frustration among employees were and what basic psychological need satisfaction and frustration affects the work engagement of employees.
Locale of the Study
The 
Population
The population of the study was composed of all employees, teaching and non-teaching, of Divine Word Colleges in Ilocos region. Since the total numbers of employees are limited, and therefore total enumeration is the sampling design of the study.
Data Gathering instruments
The study utilized questionnaires. The questionnaires were adapted from Basic Psychological Need satisfaction and Frustration Scale (Chen, 2015) to assess needs satisfaction and frustration at work. While questionnaires on work engagement were adapted from Abun (2018).
Data Gathering Procedures
In the process of data gathering, the researcher sent letters to the President of the Colleges, requesting them to allow the researcher to flow his questionnaires in the college. The researcher personally met the Presidents and students and requested them to answer the questionnaires.
The retrieval of questionnaires was arranged between the President's representative and the researcher with the help of employees and faculty of the college.
Statistical Treatment of Data
In consistent with the study as descriptive research, therefore descriptive statistics is used. The weighted mean and the Pears on r will be used to measure the level of entrepreneurial attitudes and intentions and their correlations with the work engagement. 
Findings, conclusion and recommendation
The finding of the study is presented according to the statement of the problems of the study. Strongly disagree/very dissatisfied Very Low/Very High As gleaned from the table, the data reveals that over all, the autonomy satisfaction of employee s is 3.75 which is interpreted as high or satisfied. Even when the questions are taken singly, the employees agree that at work, they have the choice and freed om (3.64), they feel that their decisions on their job reflect what they really want (3.75), they feel that their choice on their job expresses who they are (3.72) and they feel that they have been doing what really interest them in their job (3.90). Strongly disagree/very dissatisfied Very Low/Very High In consistence with their evaluation on the autonomy satisfaction, the employees also have the same level of relatedness satisfaction, that they are satisfied. As it is presented on the table, ove rall the employees have 3.84 in terms of relatedness satisfaction which means that overall employees agree that they are satisfied. Even when the questions are taken singly, the employees feel that the people they care at work care about them too (3.77), e mployee feel connected with each other at work (3.75), they feel close and connected to people who are important to them (3.88), and they experience warm feeling with other people at their workplace (3.94).
Problem 1a. What is the basic psychological need satisfaction of employees of Divine Word Colleges in Ilocos Region in terms of autonomy?
1b. What is the basic psychological need satisfaction of employees of Divine Word Colleges in Ilocos Region in terms of Relatedness?
1c. What is the basic psychological need satisfaction of employees of Divine Word Colleges in Ilocos region in terms of competency?
www.ijels.com Page | 315 Strongly disagree/very dissatisfied Very Low/Very High In terms of competency satisfaction, the data reveals the same interpretation that employees are satisfied. As it is revealed on the table, the overall, employees agree that their competency need is satisfied as it is reflected in its mean of 3.99. Even wh en individual questions are examined, it shows that the employees agree that they feel confident that they can perform their job (3.98), they feel capable of their work and can achieve their goals (4.05), they feel competent to achieve their goals (4.04) and they can successfully complete difficult task (3.90). As it is drawn from the data, the data reveals that overall, the employees somewhat agree that they are somewhat frustrated in terms of their autonomy need satisfaction as indicated by its mean average of 3.10. Even when the questions are taken singly, employees feel that most of the things they do on their job feel like, "they have to" (3.61), they feel forced to do many things on their job they wouldn't choose to do (2.80), they feel pressured to do many things on their job (2.94) and they feel that their daily activities at their work is like a chain of obligations (3.06). Strongly disagree/ not frustrated at all. Very low Contrary to the autonomy need frustration, relatedness need frustration seems to be otherwise. Employees feel that they are n ot frustrated in terms of relatedness need. Taken from the data on the table, it shows that overall, the employees disagree that they are frustrated (2.17) which is interpreted as disagree. It just means that they are not frustrated but satisfied. Such evaluation is supported by the evaluation of different question that the employees disagree that they are excluded from the group (2.15), they disagree that people who are important to them at work are cold and distant toward them (2.14), they disagree that people th ey spend time with at work dislike them (2.16) and they disagree that the relationship they have at work is just superficial (2.17). The evaluation on the basic psychological need frustration in terms of competency need frustration shows the same evaluation as the other two basic psychological need frustration such as autonomy need, and relatedness need frustration. As it is drawn from the data gathered, it shows that overall, the employees are not frustrated in terms of their competency need as it is revealed by its mean average of 2.38 which is understood as not frustrated. It just means that the employees are satisfied with their compete ncy needs. Even when taken them singly, data shows th at the employees disagree that they feel disappointed with their performance in their job (2.38), they disagree that they feel insecure about their abilities on their job (2.28), and they disagree too that they feel like a failure because of the mistake they make (2.21). However, they somewhat agree that they have doubts about their capability to do things well (2.66). Strongly disagree/ not frustrated at all. Very low In summary, it reveals that overall the employees are not frustrated in terms of their basic psychological need satisfaction. They are not frustrated with their relatedness need (2.17) and competency need (2.38). In other words, they are satisfied with those two needs. However, the employees somewhat agree that their need for autonomy is not satisfied or somewhat they are frustrated along such need as it is revealed by its mean average of 3.10. Strongly disagree Very Low/Very High As reflected from the data gathered, it shows that overall, the work engagement of employees is considered high as it is indicated by its overall mean average of 4.04 which is seen as high. Even when they are taken singly, it reveals that the employees are willing to take initiative to help other employees (4.19), they keep going even when things get tough (4.08), adapt quickly with difficult situation (3.85), focus on their job (4.06), pro-actively identify future challenges and opportunities (3.90), are involved in their work every day (3.93), are excited about going to their work (3.86), are inspired to meet their goals at work (4.11), understand strategic goals of the organization (4.03), are willing to do their best to contribute to the attainment of organization's objectives In the contrary, basic psychological need frustration seems to be otherwise. As it is shown in the data, it reveals that as a whole, basic psychological need frustration does not correlate to the work engagement. However, taking them singly, autonomy and competence need frustrations do not correlate to the work engagement, but relatedness need frustration does correlate to work engagement at 0.05 level of significance. CONCLUSION Based on the findings, the study concludes that over all basic psychological needs of employees of Divine Word College of employees are satisfied. They are satisfied with their autonomy need, relatedness need, and competency need. However, they somewhat agree that they are to some extent frustrated along autonomy, though overall employees are not frustrated with their three basic psychological needs. In terms of work engagement, the finding shows that employees have a high work engagement. The finding also reveals that there is a correlation between basic psychological need satisfaction and work engagement, while basic psychological need frustration, as a whole, does not correlate to the work engagement except relatedness need frustration. RECOMMENDATION Based on the findings, the study recommends that the management need to improve work environment in which autonomy, relatedness and competence needs are nurtured to motivate employees to engage in their job daily.
